This study investigates how psychological contract influences employees' extra-role contribution, such as organizational identification and organizational citizenship behavior. Specifically, it proposes the mediating role of psychological capital in the abovementioned relationships. A total of 283 employees in China completed the questionnaires. Results indicate that psychological capital partially mediates the relationship between psychological contract breach and organizational identification, and fully mediates the relationship between psychological contract breach and organizational citizenship behavior. In addition, organizational identification mediates the relationship between psychological capital and organizational citizenship behavior. Implications for future research of the current study are discussed.
Introduction
Psychological contract is a set of unwritten mutual belief in charge between employees and organization [1] . With the fast development of economy and technology, globalization is increasingly competitive today, more and more companies are forced to adjust the organization structure, recruit talent and eliminate redundant em-ployees so as to survive in this competitive environment. In these circumstances, employment relationships are no longer steady, and the psychological contract established by employees and organization is destroyed frequently. Psychological contract breach is becoming the focus of the experts and scholars. The empirical study found that psychological contract breach had significantly negative influence on job satisfaction [2] , organizational commitment [3] , in-role behavior [4] , and more worse, it would lead to low job performance [5] and voluntary redundancy [6] .
Social exchange theory postulates that staffs hope to pursue an impartial and balanced relationship in their workplace [7] . Psychological contract breach occurs when employees perceive a discrepancy between what they were promised and what they receive from the organization [8] . Such divergences stand for an inequality in the social exchange relationship and have been described as a sort of equitable distributes [9] . Employees are usually motivated to decrease their contribution to the organization after psychological contract breach happens in order to reinstate equality to the exchange relationship [10] . Especially extra-role contribution is a conception about additional contribution made by employees which are not required by organizational performance system. It is clear that these mental or behavioral processes could improve organizational efficiency, effectiveness and adaptability.
As pointed out by Organ, employees cannot free to increase or decrease the behavior within Official duties due to the job descriptions and Organizational regulations [11] . That is to say, whether employees get satisfactory treatment or not, they are likely to keep the same level behavior within the responsibility. By extension, extra-role contribution is not limited how to do by written contract, and could increase or decrease according to their will in the real work situation. In general, extra-role contribution is more sensitive to the change of social exchange relationship between the employees and organization. Hence, it will clearer reflect the change of relationship and understand the psychological contract management problem by observing the variation of employees' extra-role contribution. Yet prior research has not used this concept for studying the impact of psychological contract breach on organizational outcomes.
In addition, we argue that employees' psychological capital, one beneficial form of individual's resources, mediates the effect of psychological contract breach on extra-role contribution. The remainder of this article is structured as follows. We first review the existing literature on psychological contract breach, psychological capital, organizational identification, and organizational citizenship behavior. Then we propose a theoretical framework that examines how psychological contract breach declines employees' extra-role contribution. After that, we conduct an empirical study to examine our hypotheses. Finally, we discuss the implications and applications of our study.
Literature Review and Theoretical Hypothesis

Psychological Contract Breach and Organizational Identification
Masterson and Stamper defined that organizational identification corresponded to the belonging dimension of perceived organizational membership, that is to say one perception that individual has invested a part of one to become a member of the organization and a sense of perceived approbation by their workmates [12] . Generally speaking, it is an important component of the general representation of the employee-organization relationship. Employers are progressively aware of the fact that organizational identification is a key factor of employees' cooperation, effort, citizenship behaviors, and organizational support [13] . According to previous research, we suggest that psychological contract breach will be negatively related to organizational identification due to its bad signal that employees are not valuable members [14] [15] . Psychological contract breach will lead to employees' re-evaluation about their corporate culture as well as the abandoned feelings which will lower the employee's psychological attachment to the organization. The attractiveness of the organization may be about to decline due to above process, it will be even worse if the attractiveness is the employees' initial motivation to enter the organization. The empirical study also found that psychological contract gap would make employees frustrate to their organization and not proud to be a member of it [16] . Thus, we propose that psychological contract breach is negatively related to organizational identification.
Psychological Contract Breach and Organizational Citizenship Behavior
Organ initially defined organizational citizenship behavior as the discretionary behaviors which are exhibited by employees and not officially recognized by the organizational system, yet that generally promote the effective and efficient functioning of the organization they are belongs. It is widely recognized that organizational citizenship behavior has an important influence on organizational effectiveness, adaptability and efficiency [17] . What's more, prior research found that organizational citizenship behavior was closely linked with job satisfaction and had a positive prediction effect on psychological well-being, it can be said that organizational citizenship behavior is an important explicit indicator of employees' Mental health [18] [19] . Many empirical researches proved that psychological contract breach influenced employees' extra-role behavior. Atabay surveyed 122 employees and found that the greater the degree of psychological contract breach reported by employees, the less likely they are to engage in organizational citizenship behavior [17] . Furthermore, the influences of psychological contract breach on the negative behaviors of employees also contain reduced employees' contribution to the organizations and weakened employer-employee relations [20] . Thus, we propose that psychological contract breach will have negative influence on employee's organizational citizenship behavior.
Psychological Contract Breach, Psychological Capital, Organizational Identification and Organizational Citizenship Behavior
There is no empirical study about inspecting the relationship between psychological contract breach and psychological capital in currently academia. Yet we can find some related theories to state the two variables' connection from the prior study in regard to the antecedent variables of psychological capital. For instance, Shen found that the level of perceived support of social network relationship was related to individual's positive physiological and psychological reaction significantly [21] . Organizations which carry out psychological contract well will achieve employees' expect on the material reward and provide employees with a harmonious humanity environment and favorable career development channel at the same time. All of these will make employees perceive the support from social network and promote staff positive psychological state development ultimately. On the contrary, employees' positive emotions will be bruised if they perceive the organization cannot live up to its commitments, their optimistic level will be impact and lose faith and hope on their organization as time passes. As individual's positive psychological resources, the level of psychological capital has a significant positive influence on employees' work attitude and behavior [22] . Generally, employees who are more positive would seem to exhibit more organizational citizenship behavior than employees who tend to be negative [23] . Jung's study show that psychological capital as well as its four dimensions are associated with intention and behavior of employees; the level of optimistic contributes to the positive tendency; individuals higher in resilience would persistent in pursuing goals, they will looking for a variety of ways to achieve their goals based on their abilities, some of the efforts are creative nevertheless not belong to the normal task role behavior; employees' hope and optimism among psychological capital have a significant effect on their organizational citizenship behaviors through their job satisfaction; self-efficacy help staff brave enough to adopt newfangled methods to get the job done and create extra-role benefits [24] . Furthermore, resource conservation theory posits that individuals will be less susceptible to affected by the loss of resources when they have greater amounts of resources [25] . Organizational identification implies the process which individuals define themselves and identify with organization, it is the process of self-identity to some extent, and the decline of organizational identification's level will cause the individual identity crisis which is a cognitive resources loss. As individual's important psychological resources, high level psychological capital will help employees resist the effects of this cognitive resources loss.
Finally, Social Identity Theory suggests that organizational members' identification with their organization will be associated with their attitudes and behaviors [26] . Lin stated that organizational citizenship behavior was the outcome variable of organizational identification according to their empirical research [27] . Therefore, we predict that staffs are likely to act the external behavior of organizational identification, such as citizenship and extra-role behavior rather than normative behavior, when they have a strong positive identity with their organization.
To sum up, we expect that psychological contract breach diminish employees' organizational identification and organizational citizenship behavior through weaken their psychological capital, and organizational identification may play a mediation's role in impacting the relationship between psychological capital and organizational citizenship behavior.
Current Study and Hypotheses
The goal of this study is to investigate the role of psychological capital in the underlying mechanism of how psychological contract breach influences employees' extra-role contribution. Given the facts we elaborated in the preceding paragraphs, we hypothesize that 1) H1: psychological contract breach is negatively related to psychological capital; 2) H2: psychological capital is positively related to organizational identification; 3) H3: psychological capital is positively related to organizational citizenship behavior; 4) H4a: Psychological capital mediates the relationships between psychological contract Breach and organizational identification; H4b: Psychological capital mediates the relationships between psychological contract breach and organizational citizenship behavior; H4c: organizational identification mediates the relationship between psychological capital and organizational citizenship behavior. The study model is shown in Figure 1. 
Method
Participants
We recruited a group of respondents from 13 companies in Guangzhou, Shanghai, Nanjing and Beijing, China, and 320 employees completed the online survey and 283 of them are valid (88.44%). In the 283 valid samples, 173 (61.0%) were females; 62.5% participants ranged in age from 16 to 25 years, 32.2% from 26 to 35 years, 3.2% from 36 to 45 years, 2.1% from 46 to 55 years. With respect to the level of education, 80.9% had a bachelor's degree or higher.
Measures
Psychological contract breach: We used psychological contract breach scale by Shen [21] , including 4 items. The Cronbach's alpha coefficient was 0.775.
Psychological capital: We measured participant's psychological capital by adapting positive psychological capital questionnaire which including four subscale constructs: hope (6 items), optimism (6 items), resiliency (7 items) and self-efficacy (7 items) [28] . This study used the full-scale score as the measure of PsyCap. The Cronbach's alpha reliability was 0.921.
Organizational identification: We adapted organizational identification scale, including 6 items with three dimensions self-categorization and labeling, sharing organizational goals and values and Sense of attachment, belonging, and membership of the organization, each subscale has two items [29] . The Cronbach's alpha coefficient was 0.935.
Organizational citizenship behavior: This study measured OCB using the 18-item scale [30] . It is a composite of two subscales: a nine-item scale directed towards individuals (OCBI) and a nine-item scale directed towards the organization (OCBO). The Cronbach's alpha coefficient was 0.947.
We assessed all items using seven-point Likert scales (1 = completely disagree, 7 = completely agree). After data collation, the study used SPSS 17.0 and Mplus 7.0 to analyze the data. 
Common Method Biases Test
In the structural equation model, the fitting indices of one factor structure model (χ 2 /df = 13.149, SRMR = 0.117, CFI = 0.667, TLI = 0.600) was worse than four factors structure (χ 2 /df = 2.968, SRMR = 0.056, CFI = 0.951, TLI = 0.935), what's more the fitting indices of four factors model was significant better than the single factor model (Δχ 2 /Δdf = 113.265, P < 0.001). The confirmatory factor analysis results show that the common method bias passes the test in this study. Table 1 presents the correlations among psychological contract breach, psychological capital, organizational identification and organizational citizenship behavior. Psychological contract breach was negatively associated with psychological capital (r = −0.236, P < 0.01), organizational identification (r = −0.417, P < 0.01) and organizational citizenship behavior (r = −0.384, P < 0.01). Psychological capital was positively associated with organizational identification (r = 0.509, P < 0.01) and organizational citizenship behavior (r = 0.632, P < 0.01). In addition, organizational identification was positively correlated with organizational citizenship behavior (r = 0.73, P < 0.01).
Results
Correlations among Study Variables
Structural Model
To examine our hypotheses, we compared a series of structural models. The baseline model, Model 1, is partial mediation model that includes the paths from psychological contract breach to psychological capital, psychological capital to organizational identification and organizational citizenship behavior, psychological contract breach to organizational identification and organizational citizenship behavior, and organizational identification to organizational citizenship behavior. In model 2, we omitted the direct path from organizational identification to organizational citizenship behavior. In model 3, we omitted the direct path from psychological contract breach to organizational citizenship behavior. In model 4, we omitted the direct path from psychological contract breach to organizational identification. The results are shown in Table 2 . Results demonstrated that Model 1 fits the data well (χ 2 = 175.094, df = 59). When we removed the direct path from psychological contract breach to organizational citizenship behavior in model 3, χ 2 was increased (χ 2 = 178.902, df = 60). However, the change was not significant (Δχ 2 = 3.808, n.s.). We selected Model 3 for parsimony. That is, psychological capital fully mediated the effect of psychological contract breach on organizational citizenship behavior and partially mediated its effect on organizational identification. In addition, organizational identification partially mediated the effect of psychological capital on organizational citizenship behavior. Figure 2 showed the path coefficients of our final selected model. The path from psychological contract breach to psychological capital was significant (β = −0.414, P < 0.01), supporting Hypothesis 1. The paths from psychological capital to both organizational identification (β = 0.480, P < 0.01) and organizational citizenship behavior (β = 0.454, P < 0.01) were significant, which supported Hypothesis 2 and Hypothesis 3, respectively. Finally, the mediating effects of psychological capital and organizational identification proposed in Hypothesis 4 were supported. Because the direct path (1) from psychological contract breach to organizational identification was significant (β = −0.298, P < 0.01), and the direct path (2) from psychological capital to organizational citizenship behavior was also significant (β = 0.454, P < 0.01). Psychological capital and organizational identification play the partially mediate role respectively.
To further test Hypothesis 4, we adopted the bootstrapping approach to evaluate the significance of the mediating role of psychological capital in our hypothesis model [31] . Table 3 showed the indirect effects and their 95% confidence intervals. As demonstrated in Table 3 , the direct effects of psychological contract breach on psychological capital, psychological capital on both organizational identification and organizational citizenship behavior, organizational identification on organizational citizenship behavior were all significant. The indirect effects of psychological contract breach on organizational identification and organizational citizenship behavior through psychological capital, and psychological capital on organizational citizenship behavior were also significant.
Discussion
In this study, we developed a theoretical model to explore how psychological contract breach influences employees' extra-role contribution. Specifically, we adopted organizational identification and organizational citizenship behavior as indicators of employees' extra-role contribution and then examined psychological capital as a mediator in the relationship between psychological contract breach and employees' extra-role contribution. We conducted an online survey to collect data from 283 employees in China. As we proposed, correlation analyses showed that psychological contract breach was negatively related to psychological capital, which is also demonstrated by Tian [32] . Results also indicated that psychological capital was positively related to organizational identification and organizational citizenship behavior [23] . Path analysis further supported our hypotheses that psychological contract breach was negatively associated with psychological capital which in turn weaken organizational identification and organizational citizenship behavior. Moreover, path analysis showed that psychological capital fully mediated the relationships between psychological contract breach and organizational citizenship behavior, and partially mediated psychological contract breach and organizational identification. With respect to the partial mediation, The possible reason was that organizational identification was a psychological variable which would easier influenced by cognitive factors such as psychological contract breach. Therefore the direct path from psychological contract breach to organizational identification was still significant, even though the impact is weaken by employees' psychological capital.
Implication
This article has meaningful implications both in theoretical and practical. First of all, we use extra-role contribution to study the influence of psychological contract breach, As outlined in the introduction, extra-role contribution are more sensitive to the change of psychological contract, hence the results will be more significant, our study support these propose. Further research could be carried out to enrich the concept of extra-role contribution through searching and testing other variables. Beside, our findings have significant implication for practice. Employees' extra-role contribution is of great importance for both employees and organizations. Individuals with high level of organizational identification and organizational citizenship behavior will be more productive, dedicated, and loyal [33] . Its importance should be realized by employers. Specifically, the results of our study revealed that psychological contract breach is the damage factor of the employees' extra-role contribution and while psychological capital is the protective factor. So we suggest that managers should be sensitive to the change of psychological contract and make efforts to enhance the employees' psychological at the same time.
Limitations and Directions for Future Research
Some limitations of this study should be addressed. For instance, we adopted a cross-sectional design. Therefore, our data provided limited support for causal inferences. Further research may adopt a longitudinal design to confirm causal relationships among psychological contract breach, psychological capital, organizational identification, and organizational citizenship behavior. Secondly, the present study relied solely on self-report measures. Future research may design an intervention study to improve the preciseness of our research.
